The study explores the impact of leadership behavior in stimulating the perceptions of interactional justice. The behavioral elements of a leader's personality, such as integrity, consistency, communication and concern for others are studied for their influence upon the perceptions of interactional justice amongst the subordinates. Research conducted in the banking and telecom sectors of Pakistan, with a sample size of 777 gives a clear indication of a significant positive impact of the said group of leader behavior's sub-variables upon the dependant variable.
INTRODUCTION
Managerial trustworthy behavior is defined as certain actions and interactions that are necessary on part of managers to be performed to engender employees' trust in them (Whitener et al., 1998) . Trust as defined by Flores and Solomon (1998) , is a 'social practice, defined by choices' also they say that 'trust is first of all an attitude, a feeling and an emotion'. And trustworthiness of a person is something that is recognized through the attitude and action, and not the speech. Hardin (1992) , talks about the 'devices for commitment' that facilitate and make trustworthiness happen.
There are some important elements of managerial behavior discussed by researchers that ensure employee trust in them. Consistency in the behavior of manger has been pointed out as one of those important elements for the employees, by Buttler (1991) , that helps in developing a trust based relationship. Behavioral integrity has been defined by Dasgupta (1988) , as antecedent of integrity which result from the qualities of promise keeping and truth telling. The seemingly similar attributes of behavioral consistency and integrity are differentiated by Whitener et al. (1998) , as trustworthiness or inexorableness of managers actions based on the past experiences and evenness between the managers' deeds and sayings. Employees have greater trust in their managers when they hey have more participation in decision making (Driscoll, 1978) and control sharing is an indicator of trust and respect for the employees (Rosen and Jerdee, 1977) which helps in developing healthy relationship amongst the boss and subordinate. Another important factor is manager's concern for the employees. Manager should be concerned about the employee needs and sensitivities as well (Lind, 1992) , be there to help them and not exploiting them.
Interactional justice, which is sometimes interchangeably used for procedural justice, due to the fact that normally when the subordinates are using the term, they are generally talking about the quality of treatment received by their supervisors (Bies, 2001) . It has a powerful role in deciding employee receptivity towards any system and perceptions of fairness. It has two basic components or segregations in research namely, interpersonal and informational justice. Bies and Moag (1986) have described rules that are decisive to judge the fair treatment from the supervisor. According to them the treatment should be based on truthful exchange of information, adequate explanation, respect for the subordinate, and decency. The former two constitute the informational part of interactional justice, while the later ones describe the interpersonal justice (Cloquitt, 2001) .
According to Kickul et al. (2002) , interactional justice (interpersonal sensitivity), is the variable which is more influential and having more impact in terms of how worse the employees would react to a negative intrinsic outcomes as compared to the procedural part of the policies and procedures. Conversely, when more tangible, extrinsic outcomes are breached, employee reactions are driven by negative perceptions of procedural justice. Employees appear to be less forgiving for unfair procedures when outcomes are easily quantifiable and short-term in nature. According to the study conducted by , there is strong relationship between interactional justice and both job satisfaction and supervisor-directed organizational citizenship behavior (OCB).
The mediating factor in this relationship is leadermember exchange. It suggests that the social exchange theory has a strong connection with the justice explanations and that the interactional justice is mediated by the leader member exchange relationship. It again strengthens the proposition of managerial behavior contributing to the stimulation of positive perception regarding the employee treatment by the supervisor. In this context an important contributing and decisive factor is the self-esteem level of the employees.
According to Wiesenfeld et al. (2007) , those with high self esteem, value justice and fairness more than those with low self esteem and they are more committed to the organization as well. So, we conclude that positive leadership behaviors not only help in developing and maintaining healthy and positive working relationship but also facilitate the creation of the perception of just environment at the workplace. Chemers (2002) defined leadership as a social influence process. Initially, leadership was presented as the idea of 'hereditary genius' by Galton (1869) . Galton also presented the idea of born leadership that cannot be developed if it is not there as an inbuilt ability. This is idea was the basic emerging point for the theories associated to the attributes and traits of the leader. For example the trait theory of leadership is one of the earliest works in this direction, which assumes leadership to be a function of individual attributes.
LITERATURE REVIEW
In 1940's and 1950's there was a realization that different situations might affect the leadership abilities of the individuals. In 1964, the managerial Grid model of leadership styles was presented. The situational and contingency models include; Fiedler's contingency model, decision model by Vroom and Path-Goal theory by Robert House (1971) .
There was emergence of behavior and style theories of leadership, including, McClleland's theory, group decision making theory and project management theories. That era particularly emphasized upon the leadership styles such as bureaucratic and democratic styles.
The functional leadership theory presented by Hackman and Walton (1986) , described the behaviors required of the team leaders. The team leader, to them, is the one who can deliver and contribute to the objectives of the team. The concept of transactional leadership (Burns, 1978) , gives a leader the control to recompense or punish the employees in order to correct the mistakes and/or to improve the results. The transformational leader (Burns, 1978) on the other hand values communication with subordinates and uses it as a medium for goal focus an achievement.
One of the famous books on the topic of leadership, titled 'The Seven Pillars of Servant Leadership' was written by Sipe and Frick (2009) . In this book, the characteristics of servant leaders are mentioned as: "servant-leaders are individuals of character, they put people first, they are skilled communicators, they are compassionate collaborators, they use their foresight, they are systems thinkers, and they exercise moral authority".
It has been suggested that management and leadership are inseparable (kotter, 1990) and they are integral part of each other, despite all the differences between the two. For this reason, the modern concepts of leadership include the role of manager as a leader, for example managerial leadership. Managerial leadership is the most relevant and consistent in terms of requirements to the servant leadership concepts, whereby a leader (who is the manager as well) peruses the goals by directly communicating and showing concern for the employees.
The organizations are thought to be the realities that are constructed socially (Morgan, 1986) . And the leaders in the organization are supposed to be the ones who translate this reality (DePree, 1989: 19) to the employees in an honest and transparent manner. And the leader who is able to translate these realities is an effective leader who can actually play a role for organizational progress and success (Caldwell et al., 2002) . Caldwell et al. (2002: 39) along with defining and translating if a leader is able to influence the organizational meanings, he has control over the company's fate and becomes the integral part of the company. As this interpretation, for employees is an ethical duty of the leader. It is also a determinant of the quality of leadership and ethics in the organization, because it totally depends upon the leaders own values and ethical standards in which he translates the organizational meanings (Worden, 2003) . For this reason leaders are to be blamed or praised for being responsible for this standard setting phenomenon. Also, it makes them vulnerable to the perceptions of integrity and honesty. One of the basic behavioral element serving as the pillar in the personality of a leader is behavioral integrity. Simons (1999: 90) defines behavioral integrity as "the perceived degree of congruence between the values expressed by words and those expressed through action". Credibility, like trust, is a future oriented attribute which can also be affected by behavioral integrity of a person or a party. Credibility is mainly focused at anticipating future course of action, with certain perception of reliability of the speaker's words, in terms of their chances to be translated into action. Further, credibility is affected by evaluation of competence, genuineness, and compassion, while behavioral integrity considers only the past data on the alignment of the speaker's pattern of speech and action. The third important factor that should be the part of behavior of a leader is his concern for the employees, as he is the representator of the organization's concern for its employees.
An organizations concern for its employees which is evident through the level of care for employee welfare, equity in the payments, fairness in treatment, concern for their satisfaction and sharing any organizational success with them are the ways through which the organization can show its interest to the employees (Eisenberger et al., 1986 (Eisenberger et al., , 1990 Moorman et al., 1998; Mowday et al., 1984; Organ, 1990; Orpen, 1995; Pfeffer, 1981; Williams and Anderson, 1991) and this phenomenon is known as perceived organizational commitment (OCE) which serves as a tool to enhance responsible behavior on the part of employees due to increased involvement (Eisenberger et al., 1990) . Moorman et al. (1998) and Shore and Wayne (1993) established that the perceptions of OCE have an important role to make employees more careful in carrying out their job responsibilities.
Interactional justice
For long time in history, procedural and interactional justice had been treated as the interchangeable concepts. In the beginning of the last decade it was presented as a distinct field of organizational justice by a number of researchers (For example, Colquitt, 2001) and Meta analytic (For example, Cohen-Charash and Spector, 2001; Colquitt et al., 2001) .
Interpersonal treatment, in addition to formal processes, has been found to influence workers' justice perceptions. It can be distinguished from the procedural justice since the employees have more sensitivity towards the amount of respect, honor and dignity they receive from their bosses. Providing employee with true and honest information is also a part of it. Anything contrary it in the interactions, like the lack of respect or dishonesty in information provision will be assumed as interactional unfairness. Interactional justice is responsible for various important organizational outcomes (Cohen-Charash and Spector, 2001 ).
Majority of negative perceptions prevailing at the workplace have been found to emerge out of the situations and dealings that carry the senses of unequal and unfair treatment and hence interactional justice is most influential as compared to the procedural and distributive justice (Mikula et al., 1990) . Mikula et al. (1990) confirmed that such treatments in which the managers do not care for the dignity of the employee, be harsh to them and indulge in the breach Sabeen 11215 of trust, are denoted as unfair interactions. People really feel hurt and negative if they are not being given consideration by others around, being mistreated, being exploited etc (Messick et al., 1985) . The requisites for employee's perception of fairness, according to researchers (Leventhal, 1976; Leventhal et al., 1980) are the procedures that are consistent, provide true information, equitable, based on rules, allow voice and are bias free. Contrary to unfairness perceptions, the results of positive perceptions are the behaviors like, OCB, Trust and organizational commitment (Colquitt et al., 2001) .
According to researchers the perceptions of interactional justice are more relevant to explain the counter productive work behaviors such as intentions of revenge from the supervisor, reduction of cooperation behavior and aggression against the manager etc. It has also been found that the procedural justice can reduce the impact of low outcome favorability. Since we know that these perceptions are very helpful to develop and maintain trust based relationship among the employee and employer, so there is need to adopt an approach where the employer emphasizes upon developing these social networks (Degoey, 2000; Lamertz, 2002) .
In order to have a positive image in the eye of these social networks leader has to play an important role, according to Erdogan and Liden (2002) the font from which all the perceptions f interactional justice originate, at the workplace, is the leader, and particularly in the pattern of leader's dealing and treatment of his employees .
Also, according to Bies (2001) , interactional justice is strongly associated with the conscious or unconscious assessment of the leader in the mind of subordinate, and trust in authorities and quality of leader-member exchange as well (Cohen-Charash and Spector, 2001; DeCremer, 2007) . But it also has to be kept in mind that these perceptions and interpretations may not be the same universally. And it is not necessary that these might be related to the work behaviors as well.
Research question

Is interactional justice perception affected by different behaviors shown by the managerial leadership?
Hypotheses development
Leadership behavior is given utmost importance in the literature because managerial role is considered to be a leader's role. The major reason for this significance being associated to it is the influence (Waclawski and church, 1999) 
embedded in it.
The evidences that people receive during the interactions and daily course of action are of decisive importance for the employees. They see, perceive and develop their judgments based on these experiences. These judgments then act as stimulus for their own behaviors. The person in authority with whom they interact daily and they perceive responsible for their own position and value at workplace are always under their ruthless screening.
The most important aspect under this screening is the behavior of these superiors. What is their own credibility, are they trustworthy (e.g. Caldwell et al., 2009) , are they really the ones whom they can call as their stewards and the caretakers of the employee's interests (De Cremer and Hiel, 2006) , do they develop and maintain fair work relationships with all of their subordinates? These and all such characteristics have been discussed in the previous literature as the antecedents of managerial trustworthiness and a trust-based relationship amongst the manager and the employees.
People perceive the moral leaders to be the ones who can maintain justice. It is widely believed that the people who have certain personality characteristics, evident through their behavioral display, are the ones who can be trusted, are fair and maintain justice (Brown and Trevino, 2006) .Based on these evidences, the following set of hypotheses regarding the leadership behavior, are developed. : There is a positive causal relationship between demonstration of concern and perception s of interactional justice.
INSTRUMENT
For managerial behavior dimensions, the items for the questionnaire are derived from Moorman (1991) , and Oldham and Cummings (1996) . The items of interactional justice scale are derived from Scarpello and Vandenber (1987) .
Sample and response rate
The sample of research is derived of the banking and telecommunication sectors of Pakistan. The data has been collected from four major cities of Pakistan namely, Karachi, Lahore, Islamabad and Rawalpindi. Sampling is done on the basis of convenience.
The target sample comprises of the employees from middle and lower managerial positions and the non-managers of the companies. In total 1000 survey forms were distributed, out of which, 777 were received back, with a response rate of 77%.
RESULTS AND DISCUSSION
Descriptive statistics
The mean values of both variables that is, managerial behavior and interactional justice lie above 3.5 values table 1, which is closer to the 'agree' category of the instrument scale. So, all the mean values are positive and significant.
If all the components of the variables or the sub variables are considered separately, the descriptive statistics still show the positive results, given in Table 2 .
The correlation values of all the variables are significant. The correlation coefficient for managerial behavior vs. interactional justice is 0.63, which is a significant value. Taking into account the sub variables of managerial behavior, the correlation coefficient values range from 0.72 to 0.98, showing highly significant association among all the variables.
Correlations
The correlation values of the variables and sub variables are significant table 3. The correlation coefficient between managerial behavior and interactional justice is 0.63, which is a significant value, showing that the relationship between the two variables is a strong one and is in positive direction. Hence it can be said that increase in one of the two variables causes in increase in the other, or the managerial behavior and the perceptions of interactional justice go hand in hand. If the manager shows the positive behaviors, the employee perceptions about the interactional justice also get more and more positive. Again considering the sub-variables of managerial behavior, the correlation coefficient values still remain highly significant.
Regression
The significant values of correlation further allow advancing further testing of the causal relationship amongst the variables. In order to find out the mediating or non-mediating role of interactional justice, the following paths and equation were used for the regression analysis:
Managerial behavior Interactional justice perceptions
Regression equation:
Where; Y= IJ (interactional justice/dependent variable), β = constant, β1 = coefficient of managerial behavior, X1 = managerial behavior (predictor variable), ε = error termregression results show that interactional justice perceptions are affected by managerial behavior. The R2 value of the model is 39.6, while the beta coefficient for Managerial behavior is .703, which is highly significant (table 4.1-4.3).
Hypothesis testing
Hypothesis 1 assumed a causal relationship between the managerial behavior and the interactional justice. Theory suggests that the leaders with certain personality traits and with a moral and spiritual dimension are able to create an image as the ones who are fair in their treatments, balance the relationships with their subordinates and make decisions based on justice. The beta coefficient value of managerial behavior being 0.70 shows its significant impact upon the development of perception related to interactional justice in the minds of employees. The R 2 value in this case is 0.39, depicting the 39% explanation of variation in interactional justice due to managerial behavior, which is a significant value. The regression between the two, having managerial behavior as predictor and interactional justice as the outcome confirms the hypothesis to be true. Thus we accept the hypothesis 1 (H 1 ) and reject the null hypothesis. When the sub hypotheses of H 1 are considered, there are mixed results.
Behavioral consistency and behavioral integrity are found to be the most influential variables, with coefficient values 0.61 and 0.93, respectively. Demonstration of concern has a very nominal effect, while communication has negative effect on interactional justice perceptions. Having these results, the sub hypotheses H 1a and H 1b are accepted while the rest are rejected. The possible reasoning and interpretation of the results is given in the discussion separately.
DISCUSSION
In the literature review, it was found out that different attitudes, behaviors, and/or competencies of a superior or a manager are held to be of worth in the eyes of the followers or the subordinates. Also, the concept of the leader and manager are no more the separate constructs. A manager has to be a leader in order to be an effective manager. And this concept of managerial leadership is also getting more influenced by the theories of servant leadership. As it is believed that leadership is not a mere position, rather it has more to do with the action and the leader has to translate the vision and get the people carry it and work according to it. The results also support the same propositions of theory, confirming that the behaviors suggested for the study that all deal with interpersonal treatments and dealings are very important for the employees. In order to believe that the leadership/management is effective and hence to be followed and obeyed, employees put great emphasis upon the spiritual values manifested through behavior by them (Reave, 2005) .
The subordinates give value to the treatments they receive from their superiors, and their judgments about the boss depend upon the quality of those. The findings partially support hypothesis 1 and its sub hypotheses, showing that all the behaviors that is, behavioral integrity, behavioral consistency, communication, and demonstration of concern are all important for an employee to have the fairness perceptions during the interactions.
It is clear that the correlation among interactional justice and all the components of managerial behaviors is highly significant (above 0.90 for all), but it is higher in case of the components that relate more to the interactional side of it (that is, communication, and showing concern), further strengthening the argument. But when the regression is run, the results are different. Behavioral integrity is found to be the most influential variable with the highest coefficient value (0.93), while communication has a negative coefficient value (-0.37). Also the coefficient value of concern is very low that is, 0.087. These results might have the social and cultural interpretations. In our culture the personality and its reputation (conforming to the religious and ethical values) is very important. And these perceptions are not very easily distorted, unless a very open and serious breach is committed. So, behavioral integrity once established is the main contributing factor towards the perceptions of interactional justice by the manager.
On the other hand, more communication is often seen as a tool of impression management from the employee side, while as a part of lobbying, politics and favoritism from the manager/boss side. For that reason it might have the negative impact on the interactional justice perceptions.
The findings are consistent with the findings of Reave (2005) , Fry (Vitucci), and Cedillo (2005) and others in the field of spiritual leadership and transformational leadership (Burns, 1978; Bass, 1985; Bass and Stiedmeire, 1999 etc) . Weaver et al. (2005) also found the characteristics of ethical leadership such as honesty, fairness and caring to be positively influencing employee attitudes and perceptions.
The results show that the behaviors alone are not sufficient. The personal integrity or behavioral consistency cannot force the employees to perform and behave in the required manner. Also, concern and communication are not enough alone. The same has been verified by Ambrose et al. (2007) that it is basically the event attitude that generates the positive or negative perception of justice. Until or unless the employees see these behaviors operative in the interactions and they have the confidence that justice and fairness is being maintained, these behaviors would not make the manager as influential as he would be in the case of its presence. In other words, the ethical and moral standing of the superior is very important for the employees, but what is even more important is its practical demonstration in the daily routines and actions.
Research demonstrates that interactional justice affects certain attitudes such as trust in supervisor, supervisor satisfaction, and trust in management (Ambrose and Schminke, 2003; Aryee et al., 2002; Cohen-Charash and Spector, 2001; Pillai et al., 1999) .
